IMPROVING HUMAN CAPITAL

Priority Number 5- Draft Plan of Work
Liaison: Pete Conway — 03/01/02

Background/Objective Statement :

Succession planning is the most useful tool the federal government can use
to combat its impending human capital drain. The General Accounting
Office estimates that about 15 percent of the federal workforce will retirein
the next five years. Agencies need to put succession plansin place and
begin grooming managers without any management training or selecting
managers based on technical skills rather than management skills.

The success of the Indian Health Service (IHS) is more dependent upon the
competency, attitudes, and management skills of its personnel than upon
almost any other factor. This appliesindividually to each one from the
administrators to the least skilled worker. This issue of development and
succession planning within the Agency must be continually addressed. This
will ensure the Agency having the trained management staff available to

replace the existing staff as they leave the system.

In the mid 1990's, one of the Indian Health Design Team's (IHDT) strategies
was to restructure those IHS organizational levels above the local I/T/U. At
approximately the same period of time, the payment of tribal shares forced
the IHS Headquarters and Area Offices to restructure and downsize
accordingly.

As aresult of the restructuring, the IHS may be beginning to experience
lapses in the ability to readily provide assistance to the I/T/U's and respond
to the management needs from within and outside the Agency. The loss of
individuals in the IHS who retain intellectual capital has in the past and will
continue to have a negative impact unless steps are taken to preserve
employees knowledge. The restructuring has al so reduced the number of
new employees being employed with the IHS at the area and headquarters
levels.

The responsibility to maintain appropriately and adequately trained staff is
well recognized, and mandated by accrediting organizations such as the Joint
Commission on Accreditation of Health Care Organizations (JCAHO) and
the Accreditation Association for Ambulatory Health Care (AAAHC).
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Opyportunities for training, education, and devel opment have consistently
been cited as positively impacting recruitment and retention of health care
professionals and other health care workers. However, many issues impact
negatively on the ability of I/T/U's to provide education and training to
employees, including decreased funding, remote locations, small numbers of
staff, lack of available technology, such as satellite television, and lack of
motivation of individuals or groups of employees.

In short, we need to elevate our attention in these areas if we are to be
competitive.

Potential Impact:

It iswidely agreed in the private sector that the work environment of the
employeesis the mgor driver in providing exceptional patient service and
business results. This Draft Plan of Work addresses the high level need that
IS present and growing within IHS.

If the IHS does not begin to address the need for training and development,
competitive compensation packages, employee satisfaction and employment
of individuals from outside the Agency, the Agency may begin to become
obsolete as it relates to quality administration and leadership, heath care
delivery, and responding to new technologies. Sound personnel investment
Is needed to maintain efficient management, financial stability, and quality
of patient care.

Organizational | mpact Model

Employee Patient/Guest
Satisfaction Satisfaction
\ Business /
Results

Belief: The employee work experience drives
patient/guest’s experiences and business results.
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Work Group Products, Plan, Critical Path:

These plans and timelines have been developed with acritical path thinking,
and the steps that IHS should take are progressive. They will produce a clear
focus on accountability for performance improvement in the employee
arena. Thiswill be directly linked to improvement in patient service and
business results.

1) Human Asset Champion:

It is evident when looking at high performance organizations, that they
focus much attention in the human asset/ human resource arena. It is
viewed as the strategic driver that will ensure exceptiona service to the
customers and positive business results for the stockholders. The energy
placed in the hiring, the continuous development, and performance
accountability of all employees will reap great results.

As we address the human asset areain IHS, it isimportant to identify a
single point person that will become the champion for improving the
Human Asset. The Human Asset Champion would be responsible for
leading thisinitiative in al areas of IHS. This person should be aleader
who has a strong interest and passion for devel oping people in the
organization, and should have shown talents in working on cross-
functional projects. This person should have a direct reporting
relationship to the Director of the Indian Health Service.

Timeframe for completion— April 30, 2002

2) Human Asset Culture Assessment:

We should measure and create accountability around the work
environment perception of our employees, as actively as we do our
business results. We should establish a clear understanding of how the
employees (managers, administrators, clinical, non-clinical, physicians,
efc.) fed about the environment where they work. This assessment will
be the baseline for measuring present performance and future
improvement progress. It should be used to celebrate and coach
performance trends. Execution of thistool should be done to ensure that
more than 80% of the employees participate, and should be administered
annually to ensure progress.
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It should focus on the 14 key themes that are found in world class
organizations. The themes are:

3)

« Overdl feeling about the

Team fedling of vaue

work environment « Development of your
+ Clarity of expectations team
+ Using the talents of your + Customer service
team + Pridein your product
+ Recognition and «  Teamwork
celebration «  Empowerment
+ Leadership + Improvement Culture
« Accountability « Communication

Timeframe for completion - July 31, 2002

L eader ship Needs Assessment:

We should understand the development needs of the IHS
leadership team via a system wide L eadership Development Needs
Assessment. This tool will create a clear picture of the training/
development tools that are needed throughout our system. It will
also define the "gap" between what we offer our |eadership and
what their perceived needs are. This datawill be used to develop
the curriculum for proactively developing the leadership team.

It will assess these key leadership skill areas:

« Communication Skills « Leadership Skills

+ Change Leadership « Budget/Financia

+ Customer Service Skills + Discipline Specific

+ Performance Needs
Accountability « Technica skills

« Human Resource Tools + Other

Timeframe for completion — July 31, 2002
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4) |HS University:

Create avehicle to deliver and promote the training and devel opment
tools for the IHS leadership and staff. The university would function as a
virtual and centralized communication point to ensure full use of our
training dollars. We should partner with existing educational institutes in
our regions such as reservation colleges, state colleges, local trainers,
national training organizations, the Executive L eadership Development
Program, etc.

The Leadership Needs Assessment will guide the content of what should
be offered. We should define what core leadership training is optional
and which are mandatory, and the timeframe that the training should be
completed.

Each Service Unit should identify an IHS University liaison that will link
Service Unitsto the University and ensure compliance to mandatory
training needs, oversight of training funds, etc.. These liaisons would aso
function as the steering team, which will develop the IHS University and
its content.

Key framework for the Indian Health Service University (IHSU):

« Contract for new equipment should include a requirement for staff
training that may be offered through IHSU.

« The IHSU menu offering should be available via the Web.

+ Course content should be compatible for online learning,
teleconference, etc.

+ Leadersfrom Service Units and Area Office should be required to
teach a skill annuadly.

« Funding resources should be devel oped such as 437 scholarships,
grants, partnerships, etc. to support growing our leadership.

« HSU should be used as a devel opment tool for future leaders within
IHS.

« IHSU course content should be continuously evolving.

Timeframe for completion - September 30, 2002
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5) People Resour ce Planning:

This is the performance accountability and strategic planning segment of
Improving the human asset. Thistool will ensure that we bring
appropriate attention to understanding the strengths and opportunities of
all of our leadership team. It will provide the framework to ensure that
development dialogue happens on aregular basis.

The focus will be on the present leadership performance trends of each
leader and succession planning for the future. It will comprise of the use
of a Leadership Talent Talk Sheet, Leadership Depth Chart, People Need
Projection Chart and 360 Leader ship Assessment.

The steps are:

+ All leadership will have an annual Individual Talent Talk Sheet (see
attached) completed by their supervisor. The design of the Talent Talk
Sheet will cover their performance level, potentia leve,
traits/behaviors/skills, development recommendations, career interests
and next move planning.

Senior Leadership and the Area Office will spend dedicated time in
an annual People Resource Planning (PRP) Session. The session will
openly discuss the Talent Talk Sheet for each leader. The outcome of
this session is to have generative conversation and a shared
understanding of what world class |leadership performance should
look like, and how each member of the IHS team is performing. It
will create very clear accountability for developing our leadership
team.

« Forecasting future leadership needs and succession planning for those
needs is a component of the PRP Session.

Timeframe for completion - December 31, 2002

6) Pay For Performance:

The work product would be a market evaluation addressing
recommendations on updating the current personnel qualification
standards, decreasing the amount of time needed to hire personnel, and
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restructuring the pay system to provide competitive performance based
compensation packages.

The work plan is to research past efforts regarding the above opportunity,
Identify recommended actions yet untested/implemented and additional
options, and develop areport and action recommendations.

Timeframe for completion - December 31, 2002
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